Having reliable and skilled employees are essential component of any organization. Employees are considered as intangible assets for most organizations and they are the primary source of making value added decisions. On the other hand, a learning organization is capable of making continuous improvement and survives in today's competitive environment. The proposed study of this paper considers whether training programs could empower employees who were working as managers for Saipa Group Company, a well-known automaker in Iran. The study concentrates on those employees who participated in master program in one of educational organizations in city of Tehran, Iran. 178 managers attended this program representing approximately 70% of total managers. The results of our survey have indicated that while training programs have created meaningful sense and help them have a better sense of efficacy it has not created any feeling of competence or building feeling of self-organization. The survey also concluded that training programs could increase the level of meaningful sense and the feeling of competence. In addition, the results indicate that training programs could increase employees' self-organization as well as efficacy characteristics.
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Introduction
Training plays an important role on empowering employees and it could help them contribute more on any organization. However, it may not be able to increase the necessary skills needed to build a value added business unit. Some studies suggest that training programs could increase cooperation among employees while they attend such programs (Conger & Kanungo, 1988) . Page and Czuba (1999) , for instance, presented a comprehensive definition on empowerment as a multi-dimensional social process, which could help us gain control on our lives. Honold (1997) covered a review of the literature on employee empowerment during the past century. Quinn and Spreitzer (1997) , for instance, aurgued that implementation of empowerment programs for employees often proves to be a tedious task in large organizations. They presented seven critical questions about possible challenges of implementing employee empowerment. Shelton (2002) investigated the relationship between employee trust in the supervisor and a sense of employee empowerment. He made some modification on some indices for empowerment, procedural justice, and interactional justice for his survey and reported that there was a link between employee trust in supervisors and employee perceptions of empowerment. In addition he reported that employee trust in the supervisor had a strong relationship with a sense of employee empowerment. The results indicated that as an organization attempts to implement employee empowerment it would need to pay more attention to the level of employee trust in the supervisor as a mean to improve implementation success.
Eylon (1998) performed a comprehensive review on understanding the structure of empowerment. Johnston (2000) investigated some delegation and organizational structure in small businesses influences of manager's attachment patterns. Matthews et al. (2003) developed a scale to measure three environmental factors of dynamic structural framework, control of workplace decisions, and fluidity in information sharing associated with employee's perception of empowerment. They suggested environmental changes they can use to improve perceptions of empowerment on the part of employees. Hon (2011) applied the theory of self-concordance and adopted the multi-level analysis approach to study the mediating impact of employee self-concordance, a core component of intrinsic motivation, on the relationship between social-contextual factors and creativity based on hotel industry data obtained from Mainland China. They reported that organization environment plays essential role in forecasting employee creativity.
According to Yuan and Lee (2011) , leadership plays essential role on maximizing efficiency and access to organizational objectives. They conducted a survey to explore a theoretical model, which linked to different leadership types, organization cultures, employees and performance. They reported significant differences between the employees' perceived leadership types, organization cultures, leadership performance and firm's background. Karatepe (2013) investigated whether work engagement could function as a mediator of the impacts of high-performance work practices (HPWPs) on job performance and extra-role customer service. These relationships were evaluated using structural equation modeling based on the data gathered from full-time frontline hotel employees and their managers in the Poiana Brasov region in Romania. They reported that work engagement could act as a full mediator of the impacts of HPWPs on job performance and extra-role customer service.
Amir Khani et al. (2013) presented an empirical investigation to study the effects of spiritual on empowering employees of Payame Noor university in city of Tehran, Iran. They implemented two benchmark questionnaires to study the hypotheses of this survey. There were seven sub-hypotheses associated with this study including the relationship between empowering employees from one side and vision, friendship, faith to work, being meaningful, organizational membership, organizational commitment and performance feedback. The results of implementation of structural equation modeling confirmed all sub-hypotheses except commitment. Abtahi and Saadi (2012) studied the effect of structural factors on empowering employee in banking sector. They selected 1859 employees who worked in 11 various areas of an Iranian bank called Tejarat. The proposed study of the paper discussed the finding associated with two departments of engineering and administration. Using a standard questionnaire, they gathered the necessary data and the results were validated using Cronbach Alpha and factor analysis. They implemented five different regression techniques to analyze the data and independent variables include complexity, formality and concentration. In addition, the dependent variables included self-effectiveness, self-organization, meaningful, self-acceptance and trust. The results indicated there was no correlation among structural components in engineering and administration areas.
The proposed study
The proposed study of this paper considers whether there is a meaningful difference between the employees who were enrolled in training programs and those who were not. The main hypothesis of this survey is as follows, Main hypothesis: There is a meaningful difference between the employees who were enrolled in training programs and those who were not.
In order to test the main hypothesis of this survey, we develop eight sub-hypothesis as follows, The proposed study of this paper has performed among employees who worked for Saipa Group Company, a well-known automaker in Iran. The study concentrates on those employees who participated in master program in one of educational organizations in city of Tehran, Iran. There were 178 managers who attended this program and 80 employees who were not. We use the following formula to calculate the minimum number of sample size,
where N is the population size, and N=258, the number of sample size is calculated as n=80. The proposed study of this paper uses Spreitzer's questionnaire (Spreitzer, 1996) which contains 16 questions for empowering employees. In order to verify the quality of the questionnaire, we have chosen a sample of 30 employee and calculated Cronbach alpha as 0.92, which confirms the overal quality of the questionnaire. In addition, Cronbach alpha has been calculated as 0.896 for the entire questionnaire, which validates the overal survey. Finally, Cronbach alpha was also measured for each four dimension of the questionnaire and the results for meaningful sense, feelings of competence, feeling of self-organization and sense of efficacy were 0.772, 0.632, 0.662 and 0.762, respectively.
The results
We first examine the first four hypotheses of our survey using Mann-Whitney test. Table 1 demonstrates the results of our survey.
Table 1
The results of testing the main hypothesis and first four sub-hypotheses using Mann-Whitney test The results of the implementation of Mann-Whitney test indicate that training programs were not be able to empower employees. In addition, the results of our survey indicate that while training programs could create meaningful sense and help them have a better sense of efficacy but it does not create feeling of competence or establish feeling of self-organization.
Table 2
The results of testing the second four hypotheses using binary test As we can observe from the results of Table 2 , all null hypotheses have been rejected in favor of alternative hypotheses and we can conclude that training programs could increase the level of meaningful sense and the feeling of competence. In addition, the results indicate that training programs could increase employees' self-organization as well as efficacy characteritics.
Conclusion
Having reliable and skilled employees are essential component of any organization. Employees are considered as intangible assets for most organizations and they are the primary source of making value added decisions. On the other hand, a learning organization is capable of making continous improvement and surives in today's competetive environment. Training employees plays essential role on helping firms create more value added.
In this paper, we have presented an empirical investigation to study the impact of attending some employees in some graduate studies in one of Iranian schools located in city of Tehran, Iran. The proposed study of this paper chose a sample of limited people and, through distribting a well known questionnaire, examined the effect of attending these programs on empowering employees. The results of our survey have indicated that while training programs could create meaningful sense and help them have a better sense of efficacy but it did not create any feeling of competence or established any feeling of self-organization. The survey also has concluded that training programs could increase the level of meaningful sense and the feeling of competence. In addition, the results indicate that training programs could increase employees' self-organization as well as efficacy characteritics.
The moral story is that training alone cannot contribute significantly on organizations and there is a need to allocate appropriate people in positions, which are well suited for them and organizations must follow a sense of meritocratic.
